A sound HRM system can be generated through the effective HRM practices. HRM practices refer to all activities that are directed towards the management of human resources and the employment of the resources for fulfillment of desired organizational objectives. Job satisfaction "as summation of employees feelings in four important areas namely, job, management, personal adjustment and social relations". The present study was conducted on 526 faculty members randomly drawn of Government and Private affiliated higher educational institutions of India using questionnaire method. The results indicates that faculty member of government higher educational institutes has a moderate level of satisfaction with the overall HRM practices. Employees were more satisfied with training, teamwork and employee participation and satisfied to small extent with performance appraisal and compensations. The study also revealed that there is no significant difference between the government and private educational institution's faculty scores on all HRM practices. A significant positive correlation has been obtained among the job satisfaction with the dimensions of the human resources management in both government and private higher educational institution's faculty members.
Introduction
Growth of the developing countries has been significantly positively correlated with the human capital, where educational institutions play an important role to build capable and educated societies. People of the nation write the success story of any country and education is only the success mantra to make the people ready to face the challenges of upcoming future expectation. In this current era of modernization where technology is challenge for technology itself, it is important to satisfy the needs of our employee to enhance organizational performance. To serve this purpose, organizations are focusing on work related behavior which is more critical for individual as well as organizational success. HRM practices are the approaches by which organization can enhance the job satisfaction among the employees. Present study is an attempt to understand the level of HRM practices and how these practices effect the job satisfaction among the faculty members of the public and private educational institutions.
Human Resource Management Practices
Managing people is much more difficult than managing other resources, where HRM plays a crucial role to bridge organizational and employee's expectations. HRM is composed of the policies, practices, and systems that influence employees' behavior, attitude, and performance. An effective HRM system can be generated through the effectual HRM practices. It refers to all activities that are directed towards the management of human resources and the employment of the resources for fulfillment of desired organizational objectives (Schuler & Jackson 1987) . Koch and McGrath (1996) explored HRM practices to improve employee's commitment, employee's competency and creativity leads towards the attainment of organization objectives. Researchers identify different type of HRM practices in different sectors. Each researcher has their own view to implementation of practices as per the requirement. The applicability of practices depends upon the level of employees; organization; industry and the culture. As Pfeffer (1994) initially, identified the following seven practices employment security, selective hiring, self-managed teams/team working, high compensation contingent on organizational performance, extensive training reduction in status difference and sharing information. Further, Redman and Matthews (1998) identify six HRM practices especially to service organizations to support quality strategies, i.e. Recruitment and selection, extensive remuneration systems, team working and flexible job design, training and learning, employee involvement and performance appraisals. Huselid (1995) studied eleven practices that are personnel selection, performance appraisal, incentive compensation, job design, empower of decision, information sharing, attitude assessment, labour management participation, recruitment efforts, employee training and promotion criteria.
Training and Development
According to Flippo, "Training is the act of increasing the knowledge and skills of an employee for doing a particular job". Training involves enhancing and imparting the basic skills that are usually important to perform a specific job in the organization. The basic purpose of training is make employees more productive. It is a formal and systematic process of change in the behavior through learning, resulted from the series of educational programs, instruction modules and planned exercises (Armstrong 2001 ).
Team Work
A team is a group of people working together towards a common goal. Teams are characterized as "a set of two or more people dynamically, interdependently, and adaptively working towards the achievement of common and valued goal/objective/mission", Salas et al. (1992) . Tambe (1997) , characterized team behavior as a process of sharing the goals they want to achieve, sharing knowledge, intention to execute the plan, sharing their capabilities and to monitor their own progress towards the team goal. Thus, team can be defined as a group of individual's integrated functioning towards common mission or goal.
Performance Appraisal
According to Flippo, "Performance Appraisal is the systematic, periodic and an impartial rating of an employee's excellence in matters pertaining to his present job and his potential for a better job." Performance Appraisal includes, evaluating the employee's performance in their jobs and comparing it with the standards, and further communicating the feedback to the employees. Armstrong (2001) defined as "a strategic approach to delivering sustained success to organisations by improving the performance of people who work in them and developing the capabilities of teams and individual contributors"
Compensation
Employee compensation is another major HRM practice to improve job satisfaction among the employees of an organization. Compensations policies and motivating reward system of an organization can influence the behavior of the employees and treated as indicators of the organization attitude and concern for employees. Luthans (1998) explain compensation not only to attain basic requirement of the employees, but are also helpful to fulfilling the higher level needs. Once a level of needs achieved next level of needs motivate people to achieve higher level of needs. Therefore compensation is considered as most significant variables for job satisfaction.
Employee Participation
Poole and Jenkins (1997) projected basic principles to achieve superior employee involvement in the organization. Employee participation with the help of work councils, management support to employee participation in work and decision making, trade unions, collective bargaining and to provide equal opportunities for employees to present views on development initiatives and other major issues. Employee participation improves the understanding of the objective of the organization and the strategies to achieve efficiently. Meyer and Allen (1991) found that employee participation in work and decision making is a significant positive predictor of job satisfaction and organizational commitment.
Job Satisfaction
Job satisfaction is frequently used as expressing individual attitude towards a specific job. Social scientists have shown a wide interest to find out the consequences and outcome of job satisfaction. Hence the dynamic nature of the job satisfaction attracted so many researcher and theorist for a sophisticated measurement and theoretical improvement pertaining to job satisfaction. Locke (1976) defined job satisfaction as "a pleasurable or positive emotional state resulting from an appraisal of one's job or job experiences". These are the positive responses to specific aspects of the job and play an important role in improving performance and enhancing employee commitment. Hop Pock (1995) defined employee satisfaction as "any combination of psychological, physiological and environmental circumstances that causes the person truthfully to say I am satisfied with my job". Based on such conceptualization, Hulin and Judge (2003) explained job satisfaction as cognitive, affective and behavioral responses to an individual's job.
Review of Literature
Teachers are the back bone of any nation and play an important role in the nation building. Higher and technical education is a big challenge for the policy makers, thus it is important to have competent and effective teaching system. Thus, success and effectiveness of teaching system is depends upon the quality of its teachers. In this changing scenario of education, it will be interesting to bring out the relationship between HRM practices and job satisfaction.
Numbers of studies suggest that HRM practices have a significant influence on the job satisfaction. Nayak and Nayak (2014) conducted a research on 234 teachers, found that HRM practices like supervision, employee relationship, remuneration growth opportunities and work itself promotion have a significant impact on employee job satisfaction. Hinai and Bajracharya (2014) found in his study that remuneration and development, management support, students, colleagues, workload, and status of job were positively associated with job satisfaction. Work load was the most strongly associated with job satisfaction followed by the perception about colleagues, status of job, management support, and remuneration and development. Khan et al. (2012) found that male faculty members of the university are more satisfied than the female faculty member. HRM practices that are offered by the universities do not satisfy male and female equally. Female teachers are found more satisfied with HR practices than the male faculty members of universities. While comparing public and private universities it is found that faculty member of government universities teachers are more satisfied than private universities. It was also found that there was a direct relationship with the tenure of experience and job satisfaction. Khalid et. al. (2012) conducted a study on 108 faculty members to investigate the relationship between various facets of job satisfaction among university academicians in Punjab Province, Pakistan. Results of the study indicated that a pay differential does exist between private and public universities in Pakistan. Academicians in private sector universities were more satisfied with their pay, supervision, and promotional opportunities than the academicians of public university. On the other hand, academicians in public sector universities were found more satisfied with co-worker's behavior and job security. Adeel et.al.(2011) investigated the influence of HR practices (compensation practices, employee performance evaluation practices, promotion practices, empowerment practices) in universities on job satisfaction. Result of study described that the teachers were satisfied with job itself, compensation practice and empowerment practice, whereas dissatisfied with promotion practice and performance evaluation practices. Teacher satisfaction is not predicted by these set of HR practices so there are some other factor which effect satisfaction.
The study conducted by Ch"ng et al, (2010) shows that management support, salary and promotion opportunities are significant in determining the Job Satisfaction level of College Teachers. Singh (2012) asserted that there is a significant difference in Job Satisfaction among college teachers with regard to gender in self financing institutions. Santhapparaj and Alam (2005) examined the relationships between pay, promotion, fringe benefits, working condition, support of research, support of teaching, gender and job satisfaction of 173 academic staff in private universities in Malaysia. The results indicated that pay, promotion, working condition and support of research have positive and significant effect on job satisfaction. On the other hand fringe benefits and support of teaching have negative effect. Romle (2006) conducted a study on Assistant Registrars working public institutions of higher studies in northern region of Malaysia to find out the relationship of management practices and job satisfaction. It was observed in the results those assistant registrars are satisfied with the HRM practices and have a positive influence on job satisfaction. Chen et al., (2006) measured the job satisfaction of the 248 teachers in private university in China on the satisfaction determinants, namely organisation vision, respect, result feedback and motivation, management system, pay and benefits, and work environment. The analytical results showed that higher education employees focus on high salaries and fair promotion systems. Investigations of the job satisfaction of college teachers in Europe and America have produced similar results. Sseganga & Garrett (2005) measured the job satisfaction of academicians among the universities of Uganda by using nine general element of their work comprising research, teaching, remuneration, governance, opportunities for promotion, supervision, working environment co-worker's behavior and the job in general. 2. To examine the impact of human resource management practices on job satisfaction.
Research Methodology
The Investigator decided not to formulate any Hypothesis rather make the study as Exploratory in nature and hence concentrated on objective of the study.
As per the requirement of the research objectives, faculty members from government and self financed educational institutes with more than two years of experiences were used as population. The study was conducted on a sample of 546 faculty members out of which 341 faculty members were from self financed and 205 faculty members were from government educational institutes. But 20 questionnaires were rejected because of various reasons and at last 526 samples were used for the study. Faculty member with more than two years of experiences were taken in to consideration. The data were collected using survey method. Each of the respondents was personally contacted and the data was collected through questionnaire. A purposive random sampling were used to collect the data. Respondents were also provided with detailed instructions as to how the questionnaires were to be completed and returned. The rationale behind providing clear instructions and assuring confidentiality of information is based on the fact that this significantly reduces the likelihood of obtaining biased responses.
Qureshi, and Ramay (2006) scale comprised of 25 items, which contained questions on training, team work, performance appraisal, compensation, and employee participation was used to measure HRM Practices. Scale developed by Singh (1989) was used to measure job satisfaction. This scale consists of 20 items that measures the degree of job satisfaction. Each item was rated on five point rating scale ranging from highly satisfied to highly dissatisfied with a weighted score of 5 to 1, the total score of an individual varies from 20-100. The reliability and validity of the scale is within acceptable norms.
The collected data were tabulated as per the research design to meet out the objectives of the study and suitable statistical tools like Mean, Median, S.D., Correlation and Critical ration (t-Value) were calculated using SPSS. It is observed from the table 3 that the faculty member of Government Educational institutes were showing satisfaction to the moderate extent with the overall HRM practices. Employees were more satisfied with training, teamwork and employee participation and satisfied to small extent with performance appraisal and compensations. It is clearly showed that Government Educational institutes offered policies to enhance Training, Teamwork and Employees Participation and moreover employees were also satisfied with these practices. Performance appraisal and compensations practices were not found satisfying among the Government Institute's employees. Contradictory to our belief that government sector is spending lot of money on training, teamwork and employee participation which further can say that the government is not logical in their endeavor. It is found in the study that the faculty member of self financed institutes were showing satisfaction to the moderate level with the overall HRM practices. Employees were more satisfied with team work. While faculty members were satisfied to small extent with Training, Employee participation, Performance appraisal and Compensations.
Results and Discussion
These results are supported by the finding of Majumder (2012) as HRM dimensions does not satisfy to the employees equally. Most of the employees are dissatisfied with compensation package followed by reward and motivation, career growth, training and development, management style, and job design and responsibilities. HRM practice compensation revealed as most dissatisfied factor among school teachers, hence teachers were not satisfy with their salaries, Steyn and van Wyk (1999) and Olivier and Venter's (2003) . Grace and Khalsa (2003) concluded compensation as strong dominant factor for job satisfaction among the faculty members of higher education institution. While on the dimension of job satisfaction faculty members of Government and self financed educational institutes are showing moderately high level of job satisfaction again contradictory to our finding where job satisfaction is high. Male faculty members of Government Educational institutes were showing high satisfaction with the overall HRM practices. Male faculty members were more satisfied with Training, Teamwork and Employee participation, where as they were satisfied to less extent with performance appraisal and compensations. In case of self financed Institutes, it is investigated that male faculty members were showing satisfaction to the moderate ijbm.ccsenet.org
International Journal of Business and Management Vol. 12, No. 1; extent with the overall HRM practices. Male faculty members were reported satisfied to small extent with training practices, performance appraisal, compensations practices and employee participation, where as they were satisfied to moderate extent with Team work. It is observed from the results that female faculty members from the government institutes are less satisfied with training practices, performance appraisal practices, team work and compensations practices. Female faculty member of self financed Institutes were satisfied to below average or dissatisfied with the dimensions of HRM practices like performance appraisal, Employee participation and compensations. Bishay (1996) research supported the results that female teachers were satisfied to less extent with overall HRM practices. Female faculty member were less satisfied with compensation as compare to the male faculty member. Results of the study contradictory to the study of Perie and Baker (1997) reported high level of job satisfaction among female teachers than male teachers. It is cleared from the results that less experienced faculty members of Government Educational institutes were also less satisfied with Training, performance appraisal and compensations, it means faculty member are required changes in the training programs, faculty members also challenged the performance appraisal parameters to evaluate their performance. Teamwork and employee participation practices were found at moderate level, as they appreciate the initiative of team work and their participation in the decision making. Less experience faculty members of self financed Institutes were less satisfied with training practices with Training, performance appraisal, compensations and employee participation, and to the moderate extent with Team work.
Results are in consistent with the study of Perie and Baker (1997) that young and less experienced school teachers working in public school shown high job satisfaction. It is cleared from the results that high experience faculty members of Government educational institutes were less satisfied with compensations and to the moderate extent with Training, performance appraisal, Teamwork and employee participation. High experienced faculty members on dimension training and compensations, indicating agreement to a small extent and to a moderate extent with performance appraisal, team work and employee participation. In table 8, t-test analysis was conducted for the significant differences of human resources management practices and job satisfaction among the faculty members of self financed and government institutes. For the all dimensions and HRM as p values was observed more than 0.05. This signifies that there was no significant difference between the government and private faculty's scores on all HRM practices and job satisfaction. Vol. 12, No. 1; In case of government institutes, a significant positive correlation has obtained among the Job Satisfaction with the dimensions of the human resources management. It means job satisfaction is positively linked with HRM practices. Positive enhancement is observed in Job satisfaction with the increase efforts in the HRM dimensions. The analysis was in consistent with the Hasan et al. (2013) study showed that there was a significant positive relation between employee compensation and appraisal system with employee satisfaction. Human resource management practices are closely linked with job satisfaction. It is believed and proved by many researchers that effective implementation of human resource practices improve the level of job satisfaction positively. Edgar and Geare (2005) and Yu and Egri (2005) , also found that human resource management practices has positive impact on job satisfaction. The result of the study also supported by study of Sarker and Afroze (2014) indicated that HRM practices have significant influence on job satisfaction. Uddin and Rahman (2014) supported the study as employee job satisfaction was comparatively more positively associated with promotional opportunity and benefits. In case of self financed institutes, significant positive correlation was found among the Job Satisfaction and the various dimensions of the human resources management practices. Compensation found to have positive impact on job satisfaction. It means with the increase in compensation practices or improved compensation practices will increase the level of job satisfaction among the faculty members.
Conclusion
On the bases of above finding it is concluded that faculty member of government educational institutes has a moderate level of satisfaction with the overall HRM practices. Employees were more satisfied with training, teamwork and employee participation and satisfied to small extent with performance appraisal and compensations. Faculty member of self financed institutes were also shown moderate level of satisfaction with the overall HRM practices. Employees were more satisfied with team work and satisfied to small extent with training, employee participation, performance appraisal and compensations. The study also revealed that there is no significant difference between the government and private educational institution's faculty scores on all HRM practices. A significant positive correlation has been obtained among the job satisfaction with the dimensions of the human resources management in both government and private educational institution's faculty members.
